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This study was conducted to identify the relationship between Person Environment Fit 
and Career Development among employees at IKBN in Kedah. Person Environment fit 
was measured using five dimensions, namely Person Job fit, Person Group fit, Person 
Supervisor fit, Person Vocation fit and Person Organization fit. This study used cluster 
sampling technique, and sample selection was among staff at both IKBNs from three 
departments, which are Administration, Students Affair Department and Training 
Department. This study used quantitative technique and questionnaire was used as an 
instrument for data collection. To analysed the data, total 152 questionnaires were 
collected and further analysed using Statistical Packages for Social Science (SPSS) 
version 22.0. The data was analyse using descriptive analysis, factor analysis, reliability 
analysis, Pearson correlation analysis and multiple regression analysis. Five (5) 
hypotheses were developed in this study. From the data analysed results, the study found 
all five dimensions namely Person Job fit, Person Group fit, Person Supervisor fit, Person 
Vocation fit and Person Organization fit have significant and positive relationship with 
career development. It shows that all five hypotheses were accepted. Based on this 
finding, IKBN Kedah need to focus on upgrading the all Person Environment fit 



















Kajian ini dijalankan untuk mengenal pasti hubungan antara Person Environment Fit dan 
Pembangunan Kerjaya dikalangan pekerja di IKBN di Kedah. Person Environment Fit 
diukur dengan menggunakan lima dimensi iaitu Person Job fit, Person Group fit, Person 
Supervisor fit, Person Vocation fit and Person Organization fit. Kajian ini menggunakan 
teknik persampelan kluster pemilihan sampel adalah antara staf di IKBN dari tiga jabatan 
iaitu Jabatan Pentadbiran, Jabatan Hal Ehwal Pelajar dan Jabatan Latihan. Kajian ini 
menggunakan teknik kuantitatif dan soalan kajiselidik digunakan sebagai instrumen 
untuk mendapatkan data. Untuk menganalisis kesemua data, Statistik Sains Sosial (SPSS) 
versi 22.0  digunakan iaitu analisis deskriptif, analisis faktor, analisis kebolehpercayaan, 
analisis korelasi Pearson dan analisis regresi berganda. Dalam kajian ini sebanyak lima 
(5) hipotesis telah dibangunkan. Berdasarkan keputusan analisis data, kajian mendapati 
kesemua dimensi iaitu Person Job fit, Person Group fit, Person Supervisor fit, Person 
Vocation fit and Person Organization fit mempunyai hubungan yang positif dan 
signifikan dengan pembangunan kerjaya. Ini menunjukkan kelima-lima hipotesis adalah 
diterima. Berdasarkan penemuan dalam kajian ini, IKBN di Negeri Kedah perlu lebih 
banyak melakukan penambahbaikkan serta fokus terhadap kesemua dimensi dalam 
Person Environment fit supaya dapat memberi motivasi kepada pekerja untuk menyertai 
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1.1 Background of Study 
Previously, past studies have shown that career development should be an important 
aspect to be emphasized in each organization as different organization has its own career 
development strategy but nowadays organization and employees face significant 
challenges in integrating an individual's vision of their career opportunities and 
organizational objectives. Therefore, current career development focus is becoming more 
holistic and balance as it focuses to both individual and organizations.  
 
In addition, career development for both individual and organization also should be 
highlight due to career development contributing to employee’s personal development 
and organizational performance growth (Mc Donald and Hite, 2018). Meanwhile, career 
development will prepare employees to take more responsibilities in the organization, 
which further may benefit the organization since it enhances employees’ psychological 
contract achievement and job performance (Yunsoo Lee and Jae Young Lee, 2018; Moon 
and Choi, 2016). Thus, realizing the important of career development for both individual 
and organization, the employer is trying to seek any possible way to provide conducive 
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Appendix A: Questionnaire 
 
Dear respective respondent,  
Kepada responden yang dihormati,  
 
I am a Master student at Universiti Utara Malaysia. I am conducting research to 
fulfillment of the requirements for my study. Currently, I am doing research 
“Relationship between Person Environment Fit and Career Development among staffs at 
Institut Kemahiran Belia Negara in Kedah”. I request you to participate in this study by 
answering the attached questionnaire that will only take about 10 minutes. The 
questionnaire is anonymous, and your response will be use for the academic purpose 
only. If you have any questions or concerns about the questionnaire or about participating 
in this study, you may contact me at dayahzakaria2412@gmail.com and you can also 
request for research findings through same email address.  
 
Saya merupakan seorang pelajar Sarjana. di Universiti Utara Malaysia dan sedang 
menjalankan kajian bagi memenuhi syarat pengajian saya. Sekarang saya menjalankan 
kajian mengenai "Hubungan antara “Person-Environment Fit” dan pembangunan 
kerjaya terhadap pekerja di Institut Kemahiran Belia Negara di Kedah". Saya memohon 
jasa baik anda untuk turut serta menyumbang dalam kajian ini dengan menjawab soal 
selidik yang dilampirkan yang hanya mengambil masa sekitar 10 minit.  Soal selidik ini 
tidak melibatkan nama dn maklumat peribadi anda, jawapan anda hanya akan 
digunakan untuk tujuan akademik sahaja. Jika anda mempunyai sebarang soalan atau 
kemusykilan tentang soal selidik atau mengenai penyertaan dalam kajian ini, anda boleh 
menghubungi saya melalui emel dayahzakaria2412@gmail.com.  
 
Thanks for your cooperation.  
Terima kasih di atas kerjasama anda.  
 
Sincerely,  
Yang ikhlas,  
 
Noorhidayah Binti Zakaria 
Master of HRM  
School of Business Management 
Universiti Utara Malaysia,  
Sintok, 06010 
Kedah Darul Aman 






Demographic information   
Maklumat demografi 
 
The following information is strictly confidential and will only be use for research 
purpose. I will be grateful if you could kindly fill the required information. 
Maklumat berikut adalah sulit dan hanya akan digunakan untuk tujuan kajian sahaja. 
Saya amat berterima kasih sekiranya anda dapat memberikan maklumat berikut. 
Please read the following statements and TICK (√) in the appropriate box. 
Sila baca kenyataan berikut dan TANDAKAN (√) pada petak yang berkenaan. 
1. Group / Kumpulan: 
 a.  Professional and Management/  
      Pengurusan dan Profesional 
 b.  Support / Sokongan 
 
2. Gender / Jantina: 
 a.  Male / Lelaki  b.  Female / Perempuan  
 
3. Department / Bahagian 
 a.  Administration / Pentadbiran 
 b.  Students Affair / Hal Ehwal Pelajar 





4. Service Scheme / Skim Perkhidmatan: 
 a.  S   b.  DV   
 c.  N   d.  Others/ lain-lain  
 
5. Level of Highest Education / Tahap Pendidikan Tertinggi 
 a.  Certificate / Sijil     b.  Diploma/ Diploma 
  c.   Bachelor Degree /     d.  Master / Sarjana 
       Sarjana Muda     
 
6. Maritul Status / Status Perkahwinan 
 a.  Married / Berkahwin 
 b.  Divorce/ Widow / Bercerai / Balu 
 c.  Single / Belum Berkahwin  
 
7. Age Group / Kumpulan Umur 
 a.  21 - 30   b.  31- 40  
 c.  41 - 50    d.  Above 51 / 51 Atas  
 
8. Service Period / Tempoh Berkhidmat 
 a.  1- 5    
 b.  6 - 10    
 c. 11- 15 
 d.  16 - 20     




SECTION B AND SECTION C  
Seksyen B dan Seksyen C 
For next two sections, please read the following statements and CIRCLE the number of 
response that closely represents your opinion. The statements are anchored on the 
following 5 point Likert Scale: 
Untuk dua seksyen berikutnya, sila baca penyataan berikut dan BULATKAN nombor 
pada maklum balas yang mewakili pandangan anda. Kenyataan ini adalah berdasarkan 























SECTION B : Career Development 
Seksyen B :  Pembangunan Kerjaya 
Num 
 
Item / Perkara 
Scale 
1 
In the position that I have held at IKBN, I have often 
been given additional challenging assignments. 
Dalam jawatan saya di IKBN, saya sering diberi 
tugasan tambahan yang mencabar. 
 
1 2 3 4 5 
2 
In the positions that I have held at IKBN, I often 
been assigned projects that have enable me to 
develop and strengthen new skills. 
Di dalam jawatan saya di IKBN, saya sering 
diberikan projek yang membolehkan saya 
membangun dan mengukuhkan kemahiran baru. 
 
1 2 3 4 5 
3 
Besides formal training and development 
opportunities, head of department helped to develop 
my skills by providing me with challenging job 
assignment and must be settle quickly. 
Selain peluang latihan dan pembangunan formal, 
1 2 3 4 5 
74 
 
ketua jabatan membantu mengembangkan 
kemahiran saya dengan memberikan tugasan 





Regardless of IKBN policy on training and 
development, head of department has given support 
and opportunity by formal training and development 
to sustain in the organization. 
Tanpa mengira dasar IKBN mengenai latihan dan 
pembangunan, ketua jabatan telah memberi 
sokongan dan peluang melalui latihan dan 
pembangunan secara formal untuk mengekalkan diri 
dalam organisasi. 
1 2 3 4 5 
 
SECTION C : Person Environment - Fit 
Seksyen C :  Kesesuaian Diri dan Persekitaran 
Dimension A : Person Job - Fit / 
Dimensi A: Kesesuaian Diri Dalam Kerja 
Num 
 




My abilities fit the demands of my job. 
Kebolehan saya sesuai dengan keperluan pekerjaan. 
 
1 2 3 4 5 
2 
I have the right abilities to perform my job 
Saya mempunyai kebolehan yang sesuai untuk 
melaksanakan tugas saya 
 
1 2 3 4 5 
3 
There is a good match between the requirement of 
my job and my skills. 
Terdapat padanan yang sangat baik antara 
keperluan kerja dengan kemahiran saya. 
 
1 2 3 4 5 
4 
My training is a good fit with the requirements of my 
job. 
Latihan saya sangat sesuai dengan keperluan 






The match is very good between the demands of my 
job and my personal skills. 
Terdapat padanan yang sangat baik antara 
keperluan kerja dengan kemahiran peribadi saya. 
 
1 2 3 4 5 
6 
My personal education provides a good match with 
the demands that my job places on me. 
Pendidikan saya memberikan padanan yang baik 
dengan keperluan pekerjaan saya. 
 
1 2 3 4 5 
 
Dimension B : Person Group - Fit / 
Dimensi B: Kesesuaian Diri Dalam Kumpulan 
Num 
 




I Possess the abilities needed to contribute to my 
work group. 
Saya mempunyai kemampuan yang diperlukan untuk 
menyumbang kepada kerja kumpulan saya. 
 
1 2 3 4 5 
2 
I believe my skills match those required by my work 
group. 
Saya percaya kebolehan saya sesuai dengan 
keperluan kumpulan kerja saya. 
 
1 2 3 4 5 
3 
My training fits with the requirements of my work 
group members. 
Kemahiran saya sesuai dengan keperluan ahli 
kumpulan kerja saya. 
 
1 2 3 4 5 
4 
The match is very good between the demands of my 
work group members and my personal skills. 
Terdapat padanan yang sesuai antara permintaan 
ahli kumpulan kerja saya dengan kemahiran saya. 
 
1 2 3 4 5 
5 My educations provide a good match with the 1 2 3 4 5 
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demands of my work group members. 
Pendidikan saya berpadanan dengan keperluan ahli 
kumpulan kerja saya. 
 
 
Dimension C : Person Supervisor - Fit / 
Dimensi C : Kesesuaian Diri Dalam Penyeliaan 
Num 
 
Item / Perkara 
Scale 
1 
My abilities fit the demands of my supervisors. 
Kebolehan saya sesuai dengan kehendak penyelia 
saya. 
 
1 2 3 4 5 
2 
I have the right abilities for doing my supervisor's 
order. 
Saya mempunyai kebolehan sesuai untuk 
melaksanakan arahan penyelia saya. 
1 2 3 4 5 
3 
There is a good match between the requirement of my 
supervisors and my work's skills. 
Terdapat padanan yang baik antara keperluan 
penyelia dengan kemahiran kerja saya. 
 
1 2 3 4 5 
4 
The match is very good between the demands of my 
supervisors and my personal skills. 
Terdapat padanan yang baik antara permintaan 
penyelia dengan kemahiran personel saya. 
 
1 2 3 4 5 
5 
My training fits with the requirements of my 
supervisors. 
Latihan saya sesuai dengan kehendak penyelia saya. 
 
1 2 3 4 5 
6 
My personal education provides a good match with 
the demands that my supervisors places on me. 
Pendidikan saya berpadanan dengan kehendak yang 
ditetapkan oleh penyelia saya. 
 






Dimension D : Person Vocation - Fit / 
Dimensi D : Kesesuaian Diri Dalam Kerjaya 
Num 
 
Item / Perkara 
Scale 
1 
My abilities fit the demands of my profession as 
teacher / management staff. 
Kebolehan saya sesuai dengan tuntutan profesion 
saya sebagai kakitangan guru / pengurusan. 
 
1 2 3 4 5 
2 
I have the right skills for my profession as teacher / 
management staff. 
Saya mempunyai kemahiran yang tepat untuk 
profesion saya sebagai guru / kakitangan pengurusan. 
 
1 2 3 4 5 
3 
There is a good match between the requirement of my 
profession with my skills as teacher / management 
staff. 
Terdapat padanan yang baik antara keperluan 
profesion saya dengan kemahiran saya sebagai guru / 
kakitangan pengurusan. 
 
1 2 3 4 5 
4 
I am the right type of person to be working in my 
profession as teacher / management staff. 
Saya merupakan orang yang betul untuk bekerja 
dalam profesion sebagai guru / kakitangan 
pengurusan. 
 
1 2 3 4 5 
5 
My training is a good fit with my profession. 
Latihan saya sesuai dengan profesion saya. 
 
1 2 3 4 5 
6 
My personal educations allow me to meet the 
challenges of my profession as teacher / management 
staff. 
Pendidikan peribadi saya membolehkan saya 
memenuhi cabaran profesion saya sebagai guru / 
kakitangan pengurusan. 
 





Dimension E : Person Organization - Fit / 
Dimensi E : Kesesuaian Diri Dalam Organisasi 
Num 
 
Item / Perkara 
Scale 
1 
I possess the skills to succeed at this organization 
Saya mempunyai kemahiran untuk berjaya di 
organisasi ini 
 
1 2 3 4 5 
2 
I believe my abilities match those required by this 
organization is general 
Saya percaya kebolehan saya sepadan dengan apa 
yang diperlukan oleh organisasi ini adalah umum. 
 
1 2 3 4 5 
3 
I have knowledge that meet the organization's 
demands 
Saya mempunyai pengetahuan yang dapat memenuhi 
tuntutan organisasi 
 
1 2 3 4 5 
4 
My ability matches the characteristics of the 
organizations' 
Keupayaan saya sepadan dengan ciri-ciri organisasi 
 
1 2 3 4 5 
 
THANK YOU VERY MUCH FOR YOUR TIME AND EFFORT, IT IS GREATLY APPRECIATED. 





















Valid Professional & 
Management 
34 22.4 22.4 22.4 
Support 118 77.6 77.6 100.0 











Valid Male 91 59.9 59.9 59.9 
Female 61 40.1 40.1 100.0 













23 15.1 15.1 15.1 
Students 
Affair 
27 17.8 17.8 32.9 
Training 102 67.1 67.1 100.0 









Valid S 19 12.5 12.5 12.5 
DV 94 61.8 61.8 74.3 
N 24 15.8 15.8 90.1 
Others 15 9.9 9.9 100.0 












30 19.7 19.7 19.7 
Diploma 83 54.6 54.6 74.3 
Degree 34 22.4 22.4 96.7 
Master 5 3.3 3.3 100.0 









Valid Married 125 82.2 82.2 82.2 
Divorce 8 5.3 5.3 87.5 
Single 19 12.5 12.5 100.0 
Total 152 100.0 100.0  
 
Age 





Valid 21-30 31 20.4 20.4 20.4 
31-40 54 35.5 35.5 55.9 
41-50 45 29.6 29.6 85.5 
Above 
51 
22 14.5 14.5 100.0 
Total 152 100.0 100.0  
 
Service 





Valid 1-5 24 15.8 15.8 15.8 
6-10 45 29.6 29.6 45.4 
11-15 65 42.8 42.8 88.2 





5 3.3 3.3 100.0 
Total 152 100.0 100.0  




































.197 -.500 .391 
PGFit 






.197 -.131 .391 
POFit 






.197 -.181 .391 
PVFit 
152 2.00 5.00 3.5384 
.0566
8 
.69886 .176 .197 -.584 .391 
PSFit 
152 2.00 5.00 3.4912 
.0597
9 










.197 -.298 .391 
Valid N 
(listwise) 
152          
Appendix D : Factor Analysis Result 
Factor Analysis Result (Independent Variables) 
Rotated Component Matrixa 
 
Component 
1 2 3 4 5 
PS1   .775   
PS2  .585    
PS3     .768 
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PS4 .623     
PS5    .673  
PS6   .795   
PV1 .850     
PV2  .778    
PV3    .811  
PV4   .784   
PV5    .535  
PV6 .771     
PO1 .925     
PO2  .827    
PO3     .714 
PO4 .822     
PJ1 .932     
PJ2  .852    
PJ3  .832    
PJ4     .832 
PJ5    .823  
PJ6   .812   
PG1  .792    
PG2     .838 
PG3 .896     
PG4    .848  
PG5   .824   
Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization.a 
a. Rotation converged in 6 iterations. 
 
 
KMO and Bartlett's Test – Person – Job Fit 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.769 
Bartlett's Test of 
Sphericity 









KMO and Bartlett's Test – Person-Group Fit 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.811 
Bartlett's Test of 
Sphericity 





KMO and Bartlett's Test – Person Supervisor Fit 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.776 
Bartlett's Test of 
Sphericity 




KMO and Bartlett's Test – Person Vocation Fit 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.790 
Bartlett's Test of 
Sphericity 





KMO and Bartlett's Test – Person Organization Fit 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.882 
Bartlett's Test of 
Sphericity 
































KMO and Bartlett's Test – Career Development 
Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
.627 
Bartlett's Test of 
Sphericity 
Approx. Chi-Square 360.541 
df 6 
Sig. .000 
Appendix E: Reability Test Result 





































Alpha N of Items 
.942 7 










Appendix F: Correlation Test Result 
Correlations 





1 .544** .398** .425** .552** .908** 
Sig. (2-tailed)  .000 .000 .000 .000 .000 
N 152 152 152 152 152 152 
PGFit Pearson 
Correlation 
.544** 1 .467** .328** .450** .528** 
Sig. (2-tailed) .000  .000 .000 .000 .000 
N 152 152 152 152 152 152 
PSFit Pearson 
Correlation 
.398** .467** 1 .287** .325** .391** 
Sig. (2-tailed) .000 .000  .000 .000 .000 
N 152 152 152 152 152 152 
PVFit Pearson 
Correlation 
.425** .328** .287** 1 .274** .558** 
Sig. (2-tailed) .000 .000 .000  .001 .000 
N 152 152 152 152 152 152 
POFit Pearson 
Correlation 
.552** .450** .325** .274** 1 .625** 
Sig. (2-tailed) .000 .000 .000 .001  .000 





.908** .528** .391** .558** .625** 1 
Sig. (2-tailed) .000 .000 .000 .000 .000  
N 152 152 152 152 152 152 





Appendix G: Multiple Regression Test Result 
Model Summary 
Model R R Square 
Adjusted R 
Square 
Std. Error of 
the Estimate 
1 .938a .880 .875 .26003 









Square F Sig. 
1 Regression 72.098 5 14.420 213.264 .000b 
Residual 9.872 146 .068   
Total 81.970 151    
a. Dependent Variable: CareerDevelopment 
b. Predictors: (Constant), PGFit, PVFit, POFit, PSFit, PJFit 
 
